INTRODUCTION
Much of the history of management and motivation theory is rooted in the desire to understand the factors that contribute to increased levels of job performance and workplace productivity. Not surprisingly, ratings of job satisfaction have consistently served as one of the highest correlates of job performance and productivity (Abdullah, 2004) . And moreoverjob satisfaction has been the most widely studied conception in the history of industrial/organizational psychology (Judge et al., 2002) . The degree of job satisfaction and job performance are correlated with each other and whenever the job satisfaction level is higher it can be due to various other sub reasons (Chang & lee, 2006) Also the concept of job characteristics model that focus on designing jobs to motivate people and to make them more satisfy on their workplaces (Droar, 2006) . The theoretical background of this research has its origin in job design. During people working in the organizations has been performing daily a lot of activities and if they are allowed to perform according to their skills, abilities, and knowledge then they are self-motivated to perform at their best. In order to create high Job satisfaction all elements of job characteristics must exist in work settings this was the basic premise of Job characteristic theory also it helpful in reducing employee turnover and absenteeism, so Hackam and Oldham (1980) measured how job characteristics flares up employee satisfaction, enthusiasm, and performance and found interest results ( Fried & Ferris,1987) Research problem Based on the significant contribution of the nature of any job on employees satisfaction at work as one of many other variables which predict job satisfaction (like pay, supervisor …) and based on need to translate this nature by many dimensions we will test the job characteristics as recommended by Hackman and Oldham to explore the ability of them to explain the role of job nature on job satisfaction. Upon we can ask later questions.
Research questions
1. Does Skill variety predict job satisfaction? 2. Does Task Identity predict job satisfaction? 3. Does Task significance predict job satisfaction? 4. Does Autonomy predict job satisfaction? 5. Does Feedback predict job satisfaction?
Research Objectives
The purpose of the study was to examine the effects of job characteristics on employee satisfaction in audio able public media sector. The research study was guided by the following objectives. i. To examine the influence of job autonomy on employee job satisfaction in the audio able public media sector in Syria.
ii. To establish the effects of task significance on employee job satisfaction in the audio able public media sector in Syria.
iii. To assess the effects of skills variety on employee job satisfaction in the audio able public media sector in Syria. iv. To investigate the influence of feedback from job on job employee satisfaction in the audio able public media sector in Syria. V. To assess the effects of task identity on employee job satisfaction in the audioable public media sector in Syria.
Literature review
There are many theories of job satisfaction like the theory of Herzberg that used and studied widely by scholars to explain person what does he/she wants during working in the organization. (Chang & lee, 2006) Job design refers to the way tasks are combined to form complete jobs and the process of job design has evolved over a long period of time. For the first time the operational measures of the job characteristics were given by Turner & Lawrence (1965) . They developed six task attributes assumed to be positively related to workers satisfaction and attendance. The results revealed close relationship among variables and on the basis of results they developed required 2017 , Vol. 7, No. 9 ISSN: 2222 296 www.hrmars.com task attribute index. On the basis of this summary index relationship between task attributes and job satisfaction and attendance was determined. The results were not fully supported. (Fried & Ferris, 1987) . Based on it job diagnostic survey, Hackman, Oldham (1976) developed this approach. Job characteristics are objective characteristics of jobs, particularly the degree to which jobs are designed so that they enhance the internal work motivation and the job satisfaction of job incumbents. The five core job features, which are task significance, task variety, task identity, autonomy and feedback, believed to positively correlate with job satisfaction and performance (Spector & Jex 1991) . Job satisfaction theory can divide in to two catalogs; first, job content satisfaction refers to a factor that makes personnel satisfied and the motivation to perform such as achievement, recognition, responsibility, advance, and work itself. Second, the job context which refers to factors external components preventing job dissatisfaction, such as company policy and administration, supervision, relationship with peers, salary and benefit, security, and working condition. (Champoux, 1991) . A lot of previous empirical studies that focus on job characteristics havefound a substantial influence on job satisfaction. (Judge, 2001 )and these correlationsalso confirmed between objective job characteristics and job satisfactionamong school teachers in Colombo districtwhen their growth need was high (Bhuain, et al., 2001) . Also (Smits et al. 1993 )confirmed in their study that job characteristics and individual characteristics are related to job satisfaction. (Hackamn & Oldham, 1976) suggested that a job characteristic, such as skill variety, Task identity, autonomy, and feedback brings motivation in employees about their job performance. Hackman & Oldham (1975) empirically tested the relationships among the job characteristics, individual differences in need strength and employee's motivation, satisfaction, performance, and absenteeism on the job. The results indicated that positive relationship was found among job dimensions and dependent measures: motivation, satisfaction, performance and attendance. It is especially suitable for those who have the strong desire for feeling of accomplishment and growth. Individuals who are low on growth need strength may find such job difficult to perform and may feel uncomfortable with it. At (1976) Hackman & Oldham empirically tested the relationships postulated by JCM including the mediating effect of CPS's and moderating effect of GNS. In general all correlations between JC, PS and outcomes (except absenteeism) were positive and negative for absenteeism as expected. The mediating effect of CPS was proved through the partial correlations and multiple regressions. The moderating role of GNS was also proved by determining separate correlations for employees high and low on GNS measurement scale. The correlation results were higher for those who were high on GNS as compared to those who were low on GNS. Based on their model there are five core dimensions of job characteristics. 2017 , Vol. 7, No. 9 ISSN: 2222 297 www.hrmars.com -Skill Variety is the degree to which a job requires a variety of different activities in carrying out the work, which involve the use of a number of different skills and talents of the employee. -Task Identity is the degree to which the job requiresthe completion of a "whole" and identifiable piece ofwork (i.e.; doing a job from beginning to end with visible outcomes). -Task Significance is the degree to which a job has asubstantial impact on the lives or work of otherpeople whether in the immediate organization or in theexternal environment. -Autonomy is the degree to which the job providessubstantial freedom, independence, and discretion tothe employee in scheduling his or her work and in determining the procedures to be used in carrying itout. -Feedback refers to the degree to which carrying outthe work activities required by the job results in theemployee obtaining information about the effectivenessof his or her performance.
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Job satisfaction
The concept of job satisfaction has been described as a multifaceted response that involves emotional and behavioral expression. Additionally, job satisfaction is an affective reaction between the actual work accomplished and the desired outcome (Hazem, et al., 1999) Job satisfaction refers to the attitude of personnel concern with job which is the result of perception of job performing and the level of cohesion between individual and organization (Smits, et al.,1993 Table 1  From the table 1 we can notice that our sample is diver and moderate between males and females otherwise the higher stage of age is between 21 -30 years that introduce better result because this stage is more energy and able to talk about their jobs and diagnosis its. And finally the level of education is acceptable as we can see from the table more than half of the sample is academic personsthat lead to more realistic data and result
Test of hypotheses:
The hypotheses were tested by using the multiple regression analysis from SPSS software program and the results are showed in table 2 Note. *p <05, **p<01 Table 2 Note. * =>p <05, **=>p<01 Based on the table 2 all alpha cronbach rates are more than 70% that means all are acceptable and the internal accordance will be high. For means and SD we can notice all of them are acceptable whereas significance and strength of the relations we will discuss it in the results. Based on the reference data from Hackman and Oldham the current jobs are acceptable and after comparing it's we can say that most jobs need reengineering or first we recommendedestimating the current tools that used then we can reevaluate the fivecore dimensions of job characteristics. (Droar, 2006 , Bhuain et al., 2001 ). 2017 , Vol. 7, No. 9 ISSN: 2222 For instance, in their study of sales representatives, (Abdullah, 2004) found that individuals who scored high on Skill Variety were more likely to set and be committed to goals, which in turn translated to a positive relationship between Skill Variety and job satisfaction Based on the table 3 there is a significant relationship at the (.01) confidence level between Task Identity andjob satisfaction Empirical evidence shows a positive relationship between Task Identity andjob satisfaction (Chang &Lee, 2006) . Also (Griffeth et al. 2000) reported a positive relationship between Task Identity andjob satisfaction Based on the table 3 there is a significant relationship at the (.01) confidence level between Task Significance and job satisfaction. (Humphrey et al.,2007) noted that few studies have examined the association between Task Significance and job satisfaction also(Saavedra, & Kwun, S. K.2000) Found a positive relationship between Task Significanceand job satisfaction Based on the table 3 there is a significant relationship at the (.01) confidence level between Autonomy and job satisfaction The positive link between Autonomy and job satisfaction of employees also founded with past studies (Champoux, 1991) .But with others there is no significance relationship between autonomy and job satisfaction. (Smits, et al.,1993) Based on the table 3 there is a significant relationship at the (.01) confidence level between Feedback and job satisfaction. (Hillol & Viswanath, 2013) concluded that there was a positive correlation between Feedback and job satisfaction, but (Spector & Jex, 1991) study determined that Feedback was a valid predictor of job satisfaction.
Hypothesis result
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Limitations and future research
There are several limitations of this study that can be addressed in future research: First, the demographics of this study limit the external reliability of the findings specifically due to the uniqueness of the public radio stations in Syria. Second, employee in public radio stations in Syria may have different working conditions than other employee in other places either in the same job or other sector. Second, employee in public radio stations in Syria may have different working conditions than other employee in other places either in the same job or other sector. Third, job satisfaction must necessarily be studied using self-reports, non-self-report measures of objective and subjective satisfaction that would have enhanced the validity of the findings. Finally, factors such as years of experience and employee benefits were not considered for the very important impact of these factors in generating the idea of leave in comparative with other places. Future studies should test the relationships with many factors such as organizational, personal, occupational and cultural elements apart from job characteristics, demographic variable and 2017 , Vol. 7, No. 9 ISSN: 2222 301 www.hrmars.com role ambiguity that may influence turnover intentions and should be explored for further research.
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Conclusion:
These findings in this study present a very important contribution in explain the effect of the nature of job on levels of satisfaction with different rates based on the ability of each dimension of job, but in general we can say by increasing the all job characteristics we will achieve more satisfaction levels. Task identity I do a complete task from start to finish. I have chance to do an entire piece of work from beginning to end. Once I start a task I have to finish it. I never work just do half and then assign to others.
JobCharacteristics
Task significance Only when my job gets done, other jobs can be completed. My job is always to get the attention of co-workers. My job is an integral part of the organization.
Job Autonomy I control the content of my job. I have freedom to decide how I perform assigned tasks. I can set my own schedule for completing assigned tasks.
Job Feedback The work shows me with information about my performance.
